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INTRODUCTION 

In our society today, it is generally accepted that 
human resources are the most valuable asset possessed by an 
organization. The basis of this premise is simple— -regardless 
of the state of technology achieved, it remains the task of 
people to perform the functions and make the decisions which are 
vital to the survival and well-being of any organization. 

Technological advances increase the importance of the 
human element in the sound management of organizations. Freed 
from many routine functions, including less Important decision- 
making tasks, executives are able to devote a greater percentage 
of their time to more critical matters. Technological process 
therefore necessitates the recruitment and retention of high 
caliber management talent as an aid to organizational vitality. 

The major personnel administration tasks of recruitment, 
training, promotion, discharge, and retirement must be well 
planned and capably administered. Attempts must be made to 
maximize the effectiveness of all of these programs, since 
unsound practices in any one of them could easily negate the 
best administration of the others. 

During the past decade, personnel problems have plagued 
our military establishment. The scope of this problem is well 
illustrated in the following statement by Secretary of the Navy 
Paul H. Nitze: 
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The most Important problem which confronts me today as 
Secretary of the Navy involves procurement of personnel 
and the retention of skilled, experienced military personnel 
as careerests in the naval service,! 

In itemizing the various personnel problems facing the 

Navy today, Mr. Nitze includes the following: 

... Of the 76 thousand officers on active duty in the 
Navy, approximately 60 % serve in the unrestricted line, the 
people who operate the sea-going forces of the fleet, . . , 
In recent years, the Navy has experienced a history of 
serious retention problems among Junior officer ranks, , . . 

Two chief reasons are cited by the Junior officers who 
elect to leave the service. The first involves deprivation 
of home life and prolonged separation. 



The other basic cause of Junior officer separation is 
more susceptible to remedies. It Involves such factors 
a3 promotion opportunity, . . .2 

Promotion opportunity of unrestricted line officers of 
the Regular Navy will be discussed in the chapters which follow. 
Proposed remedies for this personnel problem will be examined 
in an attempt to evaluate their effectiveness in Improving this 
aspect of personnel management in the Navy. 



U, S, , Department of the Navy, Office of the 
Comptroller, Budget Digest— Fiscal Year 1966 (NAVSO P-1355) > 
November 30, I96§ ,' p. 3. 

2 Ibid. , p. H. 
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CHAPTER I 



BACKGROUND AND SCOPE 



Promotion and Promotion Systems 



Role in personnel administration 

Opportunity for advancement and the chance to make the 
best possible use of one’s capacities form one of the 
wellsprings of human motivation.! 

This statement, illustrating the importance of promotion 
opportunity to the individual, is strengthened by the cultural 
aspects of promotion as noted by another writer: 

In our society promotions are much coveted. Most 
employees . . . have a desire to get ahead. . . . The con- 
cept of starting at the bottom of the ladder when one is 
young and rising in status and income as one grows older 
is part of our culture. . . . Because of the way advancement 
is looked upon by the majority in our society, it is 
important that organizations adopt and follow sound 
promotion policies. 2 

The establishment and administration of promotion 
practices which act to motivate the individual in our society is 
therefore a major task facing personnel management in any 
organization. 

The absence of such a policy is largely responsible for the 
sinking of unknown numbers of men and women of high 
potentiality into a state of passive acceptance of their 



1 0 . Glenn Stahl, Public Personnel Administration 
( 5 th ed.; New York: Harper and ftow, p. 169, 

^Dale S. Beach, Personnel: The Management of People at 

Work (New York: The Macmillan 60., 1 ^6$), pp. 29d-2$i. 
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present work and environment as their proper sphere. 

Another writer, in a text dealing with the civil service, also 
stresses the importance of the promotion function in personnel 
administration : 

The devising of formal methods of selection for promotion 
which shall effectively pick out the best qualified is one 
of the most difficult problems in the whole field of 
personnel administration. The difficulties are far greater 
than those encountered in recruitment; and the consequences 
far more serious. 2 

De flnltlons 

Basic to further discussion of "promotion" and 
"promotion systems" is a clear definition of these words. 

Various writers define promotion in slightly different 
terms, however, most of the definitions include many common 
elements. The basic definition most appropriate to the dis- 
cussion in this paper is: "A promotion is a reassignment of the 

Individual to a Job of higher rank. "3 Beach, In expanding this 
definition notes that it normally includes some, or all, of the 
following elements: 

1) More demands on the individual promoted, 

2) Greater scope of responsibility. 

3) Increase in pay or salary. 

A) Higher status symbols, such as title and authority. 



"^Walter Dill Scott, Robert C, Clothier, and William R, 
Spriegel, Personnel Management (5th ed, ; New York: McGraw-Hill 

Co. , Inc, T , 

Lewis Mayers, The Federal Service: A Study of the 

System of Personnel Admlnlstration_of the U, 3, (jovernmen'F ~ 

(New Vork: Appleton, 1925), p. 317. 

^Beach, p. 290. 
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